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INTRODUCTION 


CHAPTER CONTENT: 

>WHAT ARE THE DIMENSION AND ELEMENTS 
ADEFINITION 

> ACTION PLAN PROCESS FLOW 
AEXPECTATION 
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BEFORE WE START! 
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Immediate Manager 


The "Immediate Manager" Dimension has 


7 Elements - 

1. Recognition by immediate manager 

2. Accept ideas and take action on them 

3. Welcoming environment for all backgrounds 

4. Manager feedback quality 

5. Challenging assignment 

6. Dealing effectively with poor performers 

7. Involvement in decision making 
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BEFORE WE START! 

ACTION PLAN PROCESS FLOW 



Select element(s) based on your 
survey results and your team's 

priorities 



Understand the potential causes 
for scoring low favorability in 

element(s) 


Assess your situation in the 
element(s) you chose 



Align with your management and 
team and select best practices 



Plan your action 



Choose Actions 



Prioritize Actions 


Implement your Actions 






ELEMENTS OVERVIEW 

What To Expect In This Chapter: 


• Understand each element and have a general 
Idea about its business case. 


Align with your team and choose two or three 
elements that will work on. 
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IMMEDIATE MANAGER 

ELEMENTS 

As part oF the employee survey each dimension contain 
question that link to an element. Below are the elements 
For this dimension; 



Recognition by immediate manager 


SURVEY QUESTION: My immediate manager recognizes me when I do a good 
job. 


BUSINESS CASE: 

Recognizing your employees for quality work is one of the most effective ways 
you can motivate your direct reports. If you want your employees to be 
enthusiastic and committed to their work, you need to make sure you provide 
timely and ample recognition for good ideas, effort and performance. 

WHAT DOES LOW FAVORABILITY MEAN?? 

When employees don't Feel recognized For the work they do, they may start 
putting in less effort or feel taken advantage of. Research shows that when 
employees feel recognized by their leaders, they are more enthusiastic and 
motivated to go above and beyond for their team. 
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IMMEDIATE MANAGER 

ELEMENTS 

As part oF the employee survey each dimension contain 
question that link to an element. Below are the elements 
For this dimension; 



Accept ideas and take action on them 


SURVEY QUESTION: Mu immediate manager takes action on employee ideas 
and opinions. 

BUSINESS CASE: 


Employees, especially the frontline workers of the organization, share their 
opinions and ideas because they want to improve the business. If you want your 
staff to perform well and feel engaged, you need to make sure you are listening 
and considering their ideas and opinions. 

WHAT DOES LOW FAVORABILITY MEAN?? 

When employees ideas are not considered or explored, not only can this be 
detrimental to the group's current and future performance, but employees are 
also likely to perceive you as being unsupportive, lacking in commitment to the 
business, and essentially not fulfilling his/her role. Research shows that when 
employees feel their ideas and opinions are valued, they perceive they have more 
control over their work and that, in turn, reduces stress. 



Welcoming environment For all backgrounds 


SURVEY QUESTION: Mu immediate manager encourages work environment 
where all backgrounds (cultural, gender, age, religion, etc.) are valued. 

BUSINESS CASE: 

In today's fast changing world of work, diversity is critical for organisations to be 
successful. If you want to leverage the benefits of a diverse team, you need to 
create the opportunity for employees to share ideas and perspectives with you. 

WHAT DOES LOW FAVORABILITY MEAN?? 

When employees don't think their ideas are being valued they may become 
frustrated, stop sharing their insights and could even start looking for 
opportunities elsewhere. Research shows that when employees feel their ideas 
are valued, they are more innovative, creative, proactive and more likely to stay at 
the organisation. 
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IMMEDIATE MANAGER 

ELEMENTS 

As part oF the employee survey each dimension contain 
question that link to an element. Below are the elements 
For this dimension; 



Manager Feedback quality 


SURVEY QUESTION: Mu immediate manager gives me feedback that helps me 
improve my performance. 

BUSINESS CASE: 

Providing employees with performance-related feedback is a critical management 
practice. If you want your employees to trust and support you, employees 
should receive feedback regularly, not just during the official performance 
appraisal process. Research shows that feedback helps generate actions that will 
help employees, as well as their workgroups, meet their objectives and perform 
well. 

WHAT DOES LOW FAVORABILITY MEAN?? 


Managers do not provide feedback regularly and they relay only on the official 
performance appraisal process. 



Challenging assignment 


SURVEY QUESTION: Mu immediate manager creates challenging assignments 
and growth opportunities. 

BUSINESS CASE: 

In today's world of work—where organizations pay a premium for talent—the 
best and brightest employees want to keep getting better. If you want your staff 
to be committed to you, you need to make sure your employees know you are 
committed to their professional development. 

WHAT DOES LOW FAVORABILITY MEAN?? 

When employees—especially high potentials—don't feel they are growing and 
developing in meaningful ways, they may become frustrated, bored, and 
disengaged. Research shows that when employees feel optimistic about their 
development, they are more engaged in their work and committed to the 
organization. 
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IMMEDIATE MANAGER 

ELEMENTS 

As part oF the employee survey each dimension contain 
question that link to an element. Below are the elements 
For this dimension; 



Dealing effectively with poor performers 


SURVEY QUESTION: Mu immediate manager deals effectively with poor 
performers. 

BUSINESS CASE: 

Rarely do employees contribute the same amount of effort, work, and/or time to 
a project. If you want to reduce inefficiencies and additional work for others, you 
need to manage poor performers effectively. Ultimately, their performance may 
hinder the progress of the workgroup. At the same time, it is important that 
managers also manage high performers effectively, especially if they feel 
overworked, stressed or burned out by performance inequalities on the 
workgroup. 

WHAT DOES LOW FAVORABILITY MEAN?? 

The incompatible between dealing with high and low performance might cause 
this situation. Research has established that balancing attention to both groups 
will lead to higher levels of engagement while ensuring that the workgroup is on 
track to meeting its goals. 



Involvement in decision making 


SURVEY QUESTION: Mu immediate manager involves me in decisions that affect 
my work. 

BUSINESS CASE: 

Team Member partnerships are centered on two-way communication. If you want 
your Team Members to buy in to your company's goals, you need ensure they 
are emotionally invested in what happens at work. This comes from involving 
Team Members in the plans and activities than impact their roles. Research 
demonstrates that participation in decisions improves a Team Member's sense of 
control and meaning, contributing to engagement and retention. 

WHAT DOES LOW FAVORABILITY MEAN?? 


Lack of involvement in one's role can prevent Team Members from committing to 
the business long term. 
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Now Select The Elements: 

(click on the element for the next step) 


/ 


IMMEDIATE MANAGER 
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1. Recognition bu immediate manager 



3. Welcoming environment for all backgrounds 


4. Manager feedback aualitu 


5. Challenging assignment 


6. Dealing effectively with poor performers 


7. Involvement in decision making 














































IMMEDIATE MANAGER 



1. Recognition bu immediate manager 


What to expect in this chapter! 


Potential causes For having low 
Favorability in " Recognition by 
immediate manager" element. 


Clarifying current situation using 
templates to evaluate it. 



List of best practices for your action 
planning. 
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WHY LOW FAVORABILITY? 

POTENTIAL CAUSES 


Having Low Favorability on this element could be 
due to the Following causes: 


COMPETING COMMITMENTS —Having no time 
to provide employees with the attention and 
recognition they deserve. 

NEGATIVE ORIENTATION - Being overly critical 
or constantly Focused on how to improve your 
employees. 

LACK OF PERFORMANCE — The employees 
may be underperForming. 

FAVORITISM — Providing recognition to only a 
select group or certain individuals. 
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CLARIFY CURRENT SITUATION 

WHERE DO YOU STAND 


To clarify current situation in this element, and 
ofifier more clarity and understanding. Follow the 
below process; 



Assess Yourself 


Print out "ASK YOURSELF" page 
and answer the question. It will help 
you clarify your situation. 




Sit with Your Team 

Print out "ASK YOUR TEAM " page 
and use it in your interview with 
your team 






w 


Write Agreed upon 


Recommendation 


L_ 

_ J 
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ASK YOURSELF 

RECOGNITION FROM DIRECT MANGER: 


• Think back over the past week. How often did you recognize 
the small accomplishments your employees had? Did you 
miss any opportunities for praising good performance? 


• Are you holding your employees to overly high performance 
expectations? Do you constantly find yourself offering advice 
for improvement rather than recognition? 


• Are your employees underperforming? How do you handle 
underperformance? What help or training could you offer to 
help them improve their performance? 


CHEMISTRY THAT MATTERS 
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ASK YOUR TEAM 

RECOGNITION FROM DIRECT MANGER: 


• I want to improve in this area. What would be the best way to 
make you Feel recognized For your hard work? 


• Does my criticism outweigh my praise? Do you think at times 
I can be overly critical oF you and the work you produce? 


• How do you Feel about your work? Do you think that your 
work has room For improvement? IF so, how can I help 
support you in getting the training you need? 


• Think back over the past month. Can you recall a time when I 
recognized you For quality work? IF so, what did this 
recognition entail and how did it make you Feel? 


CHEMISTRY THAT MATTERS 
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BEST PRACTICES 

TIME FOR CHANGE 


After aligning with your manager and team, you will now be 
able to select the best practices which will support you in 
overcoming the causes of low favorability rank in this element. 
Choose recommended actions as per the below: 


• Monitor recognition: Over the course of the next month, 
keep a log to track the amount oF recognition you give and 
who you give it too. IF you are over recognizing an 
individual or group, regulate yourself accordingly. 


• Communicate expectations: Make sure that your 
employees are clear on your performance expectations. 
Also, ensure that your employees are capable to perform 
against your expectations. Clearly outlining what you 
expect From your employees can go a long way. 


• One-on-one meetings: Make time to sit down one-on-one 
with your employees and discuss their work. This can be 
bi-weekly, monthly, or quarterly, and only needs to be IQ- 
15 minutes long. The purpose is to show employees that 
you care about their work and performance. Recognize 
small accomplishments and review your expectations. Ask 
employees how they would like to be recognized within 
your span of control. 


• Ask a colleague: Find time to ask a peer how they provide 
their employees recognition. Consider utilizing these 
methods on your team. 


AFter selecting the action you want to work with 
Click here to writ down your Action 


CHEMISTRY THAT MATTERS 





IMMEDIATE MANAGER 


2. Accept New Ideas And Takes Action 

On Them 


What to expect in this chapter! 




Potential causes For having low 
Favorability in "Accept New Ideas And 
Takes Action On Them " element. 


Clarifying current situation using 
templates to evaluate it. 


List of best practices for your action 
planning. 
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WHY LOW FAVORABILITY? 

POTENTIAL CAUSES 

Having Low favorability on this element 
could be due to the following causes: 


LACK OF AWARENESS — You may not be 

aware of your customers' changing needs 
and of your employees' skill and expertise. 

UNCERTAINTY — Employees may be 
uncertain about how to suggest ideas for 
improvement in your organization. 


RISK-AVERSE — Your leadership may be 
concerned about taking risks and changing 
the way they do things. 


CONFLICTING PERSPECTIVE — You and/or 
your employees may not have the same ideas 
about how to achieve business goals. 
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CLARIFY CURRENT SITUATION 

WHERE DO YOU STAND 


To clarify current situation in this element, and 
ofifier more clarity and understanding. Follow the 
below process; 



Assess Yourself 


Print out "ASK YOURSELF" page 
and answer the question. It will help 
you clarify your situation. 




Sit with Your Team 

Print out "ASK YOUR TEAM " page 
and use it in your interview with 
your team 






w 


Write Agreed upon 


Recommendation 


L_ 

_ J 
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ASK YOURSELF 

ACCEPT NEW IDEAS AND TAKES ACTION ON THEM: 


• Think about the customers you serve. Do you know what 
their biggest business challenge is? Do you know what is in 
the latest news coverage or market trends about your 
customers? 


• Do you have different ways your employees are able to 
provide their input? What are they? How often are they used 
to share ideas and opinions? Are your employees aware of 
them? 


• When you present a new idea to senior leadership, do they 
say "That is not the XYZ way"? This may suggest that the 
leadership is concerned about taking risks. 


CHEMISTRY THAT MATTERS 
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ASK YOUR TEAM 

ACCEPT NEW IDEAS AND TAKES ACTION ON THEM: 


What do you think are our customer's biggest challenge? 
What news or market trend have you heard recently that will 
impact our work? 


IF you have ideas you'd like to share, how would you do it in 
this organization? 


What are ways I can improve your current work process? 
How do you prefer to share your ideas and opinions? 


What do you think happens when you try something 
different and fail in this organization? 


CHEMISTRY THAT MATTERS 
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BEST PRACTICES 

TIME FOR CHANGE 

After aligning with your manager and team, you will now 
be able to select the best practices which will support 
you in overcoming the causes of low favorability rank in 
this element. Choose recommended actions as per the 
below: 

• Solidt employee input: Actively seek employee input 
regarding ways to improve current work processes. 

Gather employees' input in different ways: suggestion 
boxes, weekly team meetings, one-on-one meetings. 
Communicate with employees about how you considered 
each input. If you did not take action on an idea, explain the 
"whys". 

• Stay educated: Keep in touch with customers and trends 
to remain aware of what new solutions would have a 
market. Talk to customers about their business challenges 
and how you can help them. Encourage employees to 
bring news coverage and articles on the market trends to 
weekly meetings. 

• Risk-tolerant culture: Create a risk tolerant culture within 
the workgroup. Attend to new ideas. Recognize those 
contributing new ideas, regardless of how successful it will 
be. Identify learning points from both successful and 
unsuccessful projects. 

• Encourage ownership: Encourage employee ownership of 
pieces of work or projects. Empower them to come up 
with new solutions to problems that present themselves. 

Take action on suggestions that are feasible. 


After selecting the action you want to work 
with Click here to write down your Action 


CHEMISTRY THAT MATTERS 
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3. Welcoming environment for all 
backarounds 


What to expect in this chapter! 


• Potential causes For having low 
Favorability in "Welcoming environment 
For all backgrounds" element. 


• ClariFuing current situation using templates 
to evaluate it. 


• List oFbest practices For your action 
planning. 
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WHY LOW FAVORABILITY? 

POTENTIAL CAUSES 


Having Low Favorability on this element could be 
due to the Following causes: 


MANAGEMENT STYLE — Your management 
style may not encourage direct reports to share 
their ideas and perspectives with you. 


TEAM DYNAMICS — There may be dominating 
characters in the team preventing other 
employees being heard. 


ORGANIZATIONAL CULTURE — Employees 
may think it risky to share ideas in a culture 
where conFormity is the norm. 


NEGATIVE REACTIONS - Managers or 
colleagues who have responded negatively to 
others sharing their ideas and perspectives in 
the past. 
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CLARIFY CURRENT SITUATION 

WHERE DO YOU STAND 


To clarify current situation in this element, and 
ofifier more clarity and understanding. Follow the 
below process; 



Assess Yourself 


Print out "ASK YOURSELF" page 
and answer the question. It will help 
you clarify your situation. 




Sit with Your Team 

Print out "ASK YOUR TEAM " page 
and use it in your interview with 
your team 






w 


Write Agreed upon 


Recommendation 


L_ 

_ J 
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ASK YOURSELF 

WELCOMING ENVIRONMENT FOR ALL BACKGROUNDS 


• Have I been open to new ideas? How many direct reports 
have shared ideas/perspectives with me? Would I listen 
more to some employees than others? How do I respond 
when I hear different ideas and perspectives? 


• Are all direct reports involved with innovation and decision 
making processes on the same level? Are some 
employees more involved than others? Have some 
employees expressed that they feel 'left out'? 


• Looking at the wider organization - can employees be 
themselves at work? Is there a big emphasis on fitting in? 


CHEMISTRY THAT MATTERS 
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ASK YOUR TEAM 

WELCOMING ENVIRONMENT FOR ALL BACKGROUNDS 


In the past six months, were there times when you Felt 
you couldn't share your ideas with me? Was this in a 1- 
on-1 or team environment? What caused you to Feel 
that way? 


• Do you Feel that you can be yourselF at work? What can 
we do as a team to create an environment where 
everyone can share their ideas and perspectives? 


CHEMISTRY THAT MATTERS 
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BEST PRACTICES 

TIME FOR CHANGE 

After aligning with your manager and team, you will now 
be able to select the best practices which will support 
you in overcoming the causes of low favorability rank in 
this element. Choose recommended actions as per the 
below: 

• Create ways of gathering ideas: Create 
communication channels or platforms where 
employees can share ideas and perspectives on 
things happening in the organisation. Inform them 
how you use the ideas 


• Foster an attitude of openness: Encourage all 
employees to share their ideas and when they do, 
attribute a sense of equal value to them all. 


• Capitalise during 1-on-1 meetings: Use some time 
during 1-on-1 meetings to ask your direct reports 
for their ideas, thoughts and perspectives. 


After selecting the action you want to work with 
Click here to write down your Action 


CHEMISTRY THAT MATTERS 





IMMEDIATE MANAGER 


4. Manager feedback gualitu 


What to expect in this chapter! 


• Potential causes for having low 
Favorability in "Manager feedback 
quality" element. 


• Clarifying current situation using 
templates to evaluate it. 


• List of best practices for your action 
planning. 
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WHY LOW FAVORABILITY? 

POTENTIAL CAUSES 


Having Low Favorability on this element could be 
due to the Following causes: 


LACK OF INVESTMENT — Immediate managers 
may not have the resources or motivation to 
invest in an employee's perFormance. 

LIMITED PERSPECTIVE — Immediate managers 
may lack knowledge regarding an employee's 
level oF perFormance. 


COMMUNICATION ISSUES — There is a lack oF 
regular or eFFective communication regarding an 
employee's work. 

LACK OF GOALS — There are no standards to 
measure perFormance against due to poorly 
defined or absent perFormance expectations. 
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CLARIFY CURRENT SITUATION 

WHERE DO YOU STAND 


To clarify current situation in this element, and 
ofifier more clarity and understanding. Follow the 
below process; 



Assess Yourself 


Print out "ASK YOURSELF" page 
and answer the question. It will help 
you clarify your situation. 




Sit with Your Team 

Print out "ASK YOUR TEAM " page 
and use it in your interview with 
your team 






w 


Write Agreed upon 


Recommendation 


L_ 

_ J 
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ASK YOURSELF 

FEEDBACK QUALITY: 


• Have I clearly defined performance expectations for my 
employees? Have they been communicated effectively to 
them? 


• Have I provided feedback to employees on a regular 
basis? How was the feedback, particularly constructive 
criticism, delivered? Could it have been presented more 
positively? 


• Thinking back over the past year, am I comparing 
employee performance to appropriate standards? Have 
any employees raised concerns about these standards? 


• How have I rewarded performance successes and 
achievements? What have I done and how has it been 
received? 


CHEMISTRY THAT MATTERS 
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ASK YOUR TEAM 

FEEDBACK QUALITY: 


Have I effectively communicated my performance 
expectations of you? How could it be improved? 


How often do you want feedback? Can I change how 
deliver that feedback to you? How? 


Thinking back over the past year, do you feel that I 
compare your performance to fair and consistent 
standards? 


In your opinion, what rewards would be appropriate 
for successful performance? How could these rewards 
be applied to the whole workgroup? 


CHEMISTRY THAT MATTERS 
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BEST PRACTICES 

TIME FOR CHANGE 

After aligning with your manager and team, you will now 
be able to select the best practices which will support 
you in overcoming the causes of low favorability rank in 
this element. Choose recommended actions as per the 
below: 

• Define performance expectations: With employees 
and the workgroup, clearly define performance 
expectations (including roles, areas of responsibility, 
and expected outcomes). 

• Positive and regular feedback: Provide feedback on 
a regular basis. Ensure positive delivery of feedback, 
even when discussing areas in need of 
correction/attention. 

• Fair and consistent standards: Ensure that the 
standards against which performance is assessed 
are consistent, fair, appropriate, and communicated 
appropriately. Seek input from employees' to 
assess fairness. 

• Recognize successes: Recognize and reward 
employee successes and achievements. Institute 
both public and private forms of recognition. 


After selecting the action you want to work 
with Click here to writ down your Action 


CHEMISTRY THAT MATTERS 
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5. Challenging assignment 





What to expect in this chapter! 


Potential causes for having low 
Favorability in ' Challenging 
assignment" element. 


Clarifying current situation using 
templates to evaluate it. 



List of best practices for your action 
planning. 
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WHY LOW FAVORABILITY? 

POTENTIAL CAUSES 


Having Low Favorability on this element could be 
due to the Following causes: 


LACK OF AWARENESS — You may not be 

aware oF your employees' find their 
assignments not as challenging. 


COMMUNICATION GAPS — You may not be 

communicating in a way that makes your direct 
reports Feel supported when it comes to 
development. 


LIMITED DEVELOPMENT OPPORTUNITIES — 

There may be limited Formal opportunities For 
challenging assignments within the organization 
right now. 

COMPETING COMMITMENTS — You and/or 
your employees may be distracted by other 
priorities or objectives. 
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CLARIFY CURRENT SITUATION 

WHERE DO YOU STAND 


To clarify current situation in this element, and 
ofifier more clarity and understanding. Follow the 
below process; 



Assess Yourself 


Print out "ASK YOURSELF" page 
and answer the question. It will help 
you clarify your situation. 




Sit with Your Team 

Print out "ASK YOUR TEAM " page 
and use it in your interview with 
your team 






w 


Write Agreed upon 


Recommendation 


L_ 

_ J 
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ASK YOURSELF 

CHALLENGING ASSIGNMENTS: 


• Think about your own assignments and daily tasks 
compared to your direct reports, are they very different? 


• Are you able to make a difference in interchanging roles 
and responsibilities within your team where everyone 
gets exposed to different assignments? 


• Think back over the past six months. How often have you 
talked to your employees about their day to day 
activities, obstacles and challenges they face? 


• What formal development opportunities exist within your 
organization? What informal development and growth 
opportunities can you create for your direct reports? 


CHEMISTRY THAT MATTERS 
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ASK YOUR TEAM 

CHALLENGING ASSIGNMENTS: 


• When it comes to your work assignments, what are 
some ways I could provide more support? 


• What are your biggest developmental goals and 
aspirations? 


• What have been your best assignment experiences 
over the past year? What assignments or experiences 
have made you Feel like you were growing and learning 
new skills? 


Is there a way we can make the current assignments 
challenging? Are there any other assignments would 
you like to be involved? What would you want to 
learn? 


CHEMISTRY THAT MATTERS 
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BEST PRACTICES 

TIME FOR CHANGE 


After aligning with your manager and team, you will now be 
able to select the best practices which will support you in 
overcoming the causes of low favorability rank in this element. 
Choose recommended actions as per the below: 


• Ask For input during 1-on-1 meetings: Set aside time during 
your 1-on-1 meetings to ask your employees about their 
assignments and growth opportunities. 


• Provide stretch assignments: Identify assignments that 
require employees to take on new responsibilities and 
expand employee roles, develop new skills and capabilities. 
Be sure to provide feedback, coaching, and support 
throughout the assignment. 


• Ensure employees have development plans: Ensure each 
employee has a development plan that identifies short, 
medium, and long-term growth goals. Involve employees 
in the process and ensure they are taking responsibility for 
their own development. 


• Experiment: Invite group members to try out new 
strategies and ideas to their assignments. Make sure you 
allow sufficient time and resources for team members to 
implement new methods or processes. 


After selecting the action you want to work 
with Click here to write down your Action 


CHEMISTRY THAT MATTERS 
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6. Dealing effectivelu with poor 
performers 


What to expect in this chapter! 



Potential causes for having low 
Favorability in "Dealing effectively with 
poor performers" element. 


Clarifying current situation using 
templates to evaluate it. 


List of best practices for your action 
planning. 
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WHY LOW FAVORABILITY? 

POTENTIAL CAUSES 


Having Low Favorability on this element could be 
due to the Following causes: 


CLARITY — Managers who have not set explicit 
perFormance standards For employees to 
adhere to. 

CONFIDENCE — Managers who do not Feel 
confident addressing perFormance concerns 
with employees. Managers who preFer to avoid 
giving direct or uncomFortable perFormance 
Feedback. 

FAVORITISM — Employees who perceive some 
are given more latitude than others For 
perFormance concerns. 

AWARENESS — Managers who are not aware 
oF perFormance concerns within the workgroup, 
due to a lack oF communication, data, or a lack 
oF trust From employees. 
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CLARIFY CURRENT SITUATION 

WHERE DO YOU STAND 


To clarify current situation in this element, and 
ofifier more clarity and understanding. Follow the 
below process; 



Assess Yourself 


Print out "ASK YOURSELF" page 
and answer the question. It will help 
you clarify your situation. 




Sit with Your Team 

Print out "ASK YOUR TEAM " page 
and use it in your interview with 
your team 






w 


Write Agreed upon 


Recommendation 


L_ 
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ASK YOURSELF 

Dealing effectiveiu with poor performers 


• Think about the ways that you address performance on 
your workgroup. Are you comfortable sharing 
constructive feedback with employees? Do you address 
performance issues in a timely manner? 


• Have you been explicit with team members regarding 
their performance expectations? 


• How often do you ask team members for their input on 
how work processes could be improved? 


• Do you feel you allow certain employees more latitude 
than others? 


CHEMISTRY THAT MATTERS 
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ASK YOUR TEAM 

DealiDQ. effectively, with poor performers: 


• Our results suggest that the workgroup does not feel 
that performance issues are managed effectively 
when they arise. Can anyone give me an example of 
where our performance can vary, and where we may 
need more clarification on what is expected across the 
workgroup? 


• Can you suggest a good way for employees to share 
and address performance concerns with one another 
as they arise? Are there areas where the workgroup 
would benefit from more training or better resources? 


• How can we be more accountable for our work and 
our performance? How should we measure this? 


CHEMISTRY THAT MATTERS 
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BEST PRACTICES 

TIME FOR CHANGE 


After aligning with your manager and team, you will now be 
able to select the best practices which will support you in 
overcoming the causes of low favorability rank in this element. 
Choose recommended actions as per the below: 


• Take Inventory: Ensure that you have comprehensive and 
accurate data about employees' contributions to the 
group. 


• Take Action: IF problems are identified, do not "sweep 
them under the rug." Rather, address them within the 
workgroup and if necessary, obtain support From HR or 
senior leadership to resolve challenges. 


• Make Improvements: Work with low perFormers as 
necessary to identify ways to best utilize their skills and to 
ensure that the workgroup's process is working smoothly. 
Reallocate work where necessary to ensure that 
employees' contributions are maximized. 


• Be Available: Be available and provide support to everyone 
on the workgroup. Discuss what additional resources 
employees need to complete their work. 


• Maintain Accountability: Hold employees accountable For 
their work results (whether desirable or not). Recognize 
and reward employees who are successful. 


After selecting the action you want to work 
with Click here to writ down your Action 


CHEMISTRY THAT MATTERS 





IMMEDIATE MANAGER 


7. Involvement: in decision making 


What to expect in this chapter! 


• Potential causes for having low 
Favorability in "Involvement in decision 
making" element. 


• Clarifying current situation using 
templates to evaluate it. 


• List of best practices for your action 
planning. 
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WHY LOW FAVORABILITY? 

POTENTIAL CAUSES 


Having Low Favorability on this element could be 
due to the Following causes: 


INVOLVEMENT — Implementing major decisions without 
taking team member perspective. 


EMPOWERMENT — Managers that are not given enough 
latitude to include Team Member input into the decision 
making process. 


TRANSPARENCY — Not explaining the reasons behind 
decisions that are made. A cultural norm For keeping key 
information among senior leaders. 


FEEDBACK - Not making a habit of gathering input From 
Team Members on the customer experience, current work 
processes, and/or ideas For the future. 
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CLARIFY CURRENT SITUATION 

WHERE DO YOU STAND 


To clarify current situation in this element, and 
ofifier more clarity and understanding. Follow the 
below process; 



Assess Yourself 


Print out "ASK YOURSELF" page 
and answer the question. It will help 
you clarify your situation. 




Sit with Your Team 

Print out "ASK YOUR TEAM " page 
and use it in your interview with 
your team 






w 


Write Agreed upon 


Recommendation 


L_ 

_ J 
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ASK YOURSELF 

INVOL VEMENT/N DECISIONMAKING: 


• Think about the ways that you make major decisions on 
your team. How likely are you to ask Team Members to 
suggest ways that the customer experience or current 
work processes could be improved? 


Would you like to involve your Team Members more in 
the decision making process, but require more latitude 
from your own management to do so? 


• How often do you share the steps and considerations 
that went into a decision with the Team Members it 
impacts? 


CHEMISTRY THAT MATTERS 
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ASK YOUR TEAM 

1NVOL VEMENTIN DECS/ON MAKING: 


• Our results suggest that the team does not Feel 
involved in the decisions that impact their work. Can you 
tell me about a time when you Felt your input was 
overlooked? 


• Can you think oFany instances where leadership has 
done a good job oF listening to Team Member 
suggestions and taking action on them? 


• IF you were to imagine a better way For managers to 
include you in decisions that impact your work, what 
would it look like? 


CHEMISTRY THAT MATTERS 
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BEST PRACTICES 

TIME FOR CHANGE 

After aligning with your manager and team, you will now 
be able to select the best practices which will support 
you in overcoming the causes of low favorability rank in 
this element. Choose recommended actions as per the 
below: 


• Plan with your manager: Let your manager know you 
desire more input from your team on key dedsions. 
Explain the benefits that come from involving Team 
Members in the decision-making process. 


• Bring in the team: Encourage the entire team to weigh in 
on important decisions that will impact customer service or 
products. 

• Open up: Consider implementing an "open-door policy" in 
your office, to encourage Team Members to informally 
discuss any challenges, ideas, or observations with you. 


• Reward ideas: Acknowledge and reward Team Members 
who come up with new ideas to serve customers. 


• Create ownership: Improve the latitude that Team 
Members have to solve business problems. Acknowledge 
their experience and insight by giving them the authority 
required to make decisions within a range. 


After selecting the action you want to work 
with Click here to write down your Action 


CHEMISTRY THAT MATTERS 





MANAGE YOUR ACTIONS 

What to expect in this chapter: 


> A template Form to write all your Actions For 
the elements which you have selected 

>Plan your Actions SMARTS 


> Prioritizing actions using the materix 


>The Flow For choosing actions 


>lmplementing and tracking actions 
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PLAN YOUR ACTION(S) 

Write the two or three elements that you selected 
and their recommended actions below; 


ELEMENT: 


Actions: 



ELEMENT: 


Actions: 



ELEMENT: 


Actions: 



Click Here And 
Select Another 
Element 


You Actions Are 
Complete Click 
Here For Next 
Step _ 


CHEMISTRY THAT MATTERS 
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KEEP IN MIND 

YOUR ACTION(S) NEED TO BE SMART(S) 



Specific steps: create detailed 
descriptions For each step oF your plan 

Measure and Follow-up: track your 
progress, send reminders, update statuses, 
and periodically evaluate the plan. 

Actionable items : ensure all action item 
owners have control/infiuence over the 
selected items. 

Realistic goals: unreachable goals can be 
de-motivating 

Time bound: indicate completion dates 
For each step 


Situational Factors: take into 
consideration your current situation and 
the broader context For your part oF the 
business 
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CHOOSE YOUR ACTIONS 

FLOW TO CHOOSING ACTIONS: 


Actions: 

What do we 
want to 
improve? 

Base this on the 
survey results 

What are the 
steps that you 
and your team 
will take? 

What are the key 
milestones or 
dates to check-in 
on the progress. 


Level oF Others 
Involvement 

Level oF Impact 
and Effort 

Type oF 
Action 

1. Actions that 
you could take 
without no 
other approvals 

1. High Impact/ 
Low EFFort 

1. Behavior, 
Communicati 

I 


on and 

2. Actions that 
you could take 

2. High Impact/ 
High EFFort 

Expectation 

that would 



require other 
approvals 

2. Low Impact/ 
Low EFFort 


3. Actions that 
others could 
take 

2. Structure: 
Policy or 

3. Low Impact/ 
High EFFort 

Procedure 
















Classification: Internal Use 


PRIORITIZE YOUR ACTIONS 

PRIORITIZING ACTIONS MATERIX: 


• A priority chart would help to enable you to select 
which actions to take 

• Determine 1 strength to leverage and 1 opportunity 
to address 

• Prioritize eFForts where the biggest impact can be 
Felt 

• Have at least 1 high impact action in your plan 

• Decide upon 1 to 3 actions you want to include in 
your team's actions plans. 

• Focus on actions that Fall within your level oF 
authority 


LOW EFFORT 
HIGH IMPACT 

Great 

Opportunity 

IMPACT 

HIGH 
EFFORT 
HIGH IMPACT 

Consider Effort 
vs. Reward 



EFFORT 



HIGH 

LOW EFFORT 


EFFORT LOW 

LOW IMPACT 


IMPACT 

Easy Win 


Not a Great 



Opportunity 
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IMPLEMENT YOUR ACTIONS 


AFter having a clear Action plan start implementing 
it. And use Sirota Action tracker to track you 
progress. 


Click Here For Additional Supporting 

Resources 
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SUPPORTING RECOURSES 

ADDITIONAL USEFUL MATERIAL 



CHECKLIST 



MANAGERS TRAINING PACK 


fRAINING SESSION VIDEO 



Action Tracker Guide 













